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THIS AGREEMENT made and entered into this day of A.D. 2023.

BETWEEN THE:
BOARD OF EDUCATION OF
SCHOOL DISTRICT NO. 63 (SAANICH)
(hereinafter called the “Board”)
OF THE FIRST PART
AND THE:

CANADIAN UNION OF PUBLIC EMPLOYEES, LOCAL 441
(SAANICH SCHOOL BOARD EMPLOYEES)
(hereinafter called the “Union”)
OF THE SECOND PART

WHEREAS it is the desire of both parties to this Agreement to maintain harmonious
relationships so necessary between employer and employee and to recognize the
mutual value of joint discussions and negotiations in all matters of mutual concern;

AND WHEREAS the Board is an employer within the meaning of the Labour Relations
Code of British Columbia;

AND WHEREAS the Union is a labour organization within the meaning of the said
Code;

NOW THEREFORE THIS AGREEMENT WITNESSETH that the parties HERETO
AGREE EACH WITH THE OTHER AS FOLLOWS:

ARTICLE 1 - DEFINITIONS

1.01 Probationary Employee

(a) A probationary employee is a continuing employee who is serving a
probationary period of three (3) months in his or her first continuing
position in order to determine his or her suitability for employment in the
continuing position. If the employee is deemed unsuitable at the end of
three months, the probationary period may be extended for up to an
additional three months. Probationary employees shall be paid pursuant
to Schedule “A”.

(b)  The probationary period may only be broken by termination or layoff. If
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1.02

1.03

the probationary period is interrupted for other reasons (e.g. sickness,
WCB, leave of absence) the previous probationary time completed will be
credited toward the required probationary period.
Continuing Employee
A continuing employee working either full or part-time hours is an employee who
has satisfactorily completed the probationary period pursuant to Article 1.01.
Continuing employees shall be paid pursuant to Schedule “A”.

An employee receiving the continuing rate of pay shall receive the continuing rate
for all work done for the Board.

School support workers and clerical employees: for the conversion of temporary
hours to continuing hours refer to Appendix “A.8".

Temporary Employee
This clause covers all the rights of a temporary employee. In the event of an
inconsistency elsewhere in the agreement, this clause will prevail except for
those sections contained in Article 15.05 Secondary Seniority.
(a) General:

(1) Temporary employees are employees who are hired to:

(i) work on capital work projects;

(ii) relieve in established positions or on a day-to-day call-in
basis;

(i)  work on seasonal projects;
(iv) augment the work force for specific job requirements;
(v) fill a support worker vacancy of less than a school year.

(2) The Board may request a temporary employee to come to work at
any time for a temporary period. The employee has the option of
accepting or rejecting one (1) or more of the temporary periods.

(3) Temporary employees who have served continuously in the same
position for a period of three (3) months can be terminated by either

party with two (2) weeks’ notice.

(4) Temporary employees shall receive the temporary rate of pay.
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(6) Temporary employees who have not completed six hundred and
thirty (630) hours of service with the Board as a clerical or school
support worker employee or seven hundred and twenty (720) hours
as a maintenance, custodian, grounds, bus driver, data services,
courier or district technical assistant employee shall receive four
percent (4%) in lieu of vacation. Commencing July 1, 2024 eligible
employees will receive an additional two percent (2%) in lieu of
extended health and dental benefits, for a total of six percent (6%)
in lieu, added to all earnings.

(b) Temporary employees who have completed six hundred and thirty (630)
hours of service with the Board as a clerical or school support worker
employee or seven hundred and twenty (720) hours as a maintenance,
custodian, grounds, bus driver, data services, courier or district technical
assistant employee are entitled to the following benefits on the first (15t)
day of the month following completion of the hours of service:

(1)  The option of joining the Board’s medical insurance, extended
health and dental plans. Group Life shall be mandatory. This
option is available until the age of sixty-five (65). Eligible
temporary employees will have a thirty-one (31) day opportunity in
which to join the plan from the date they qualify as a temporary
employee pursuant to Article 1.03 (b). Thereafter they would only
be eligible to join the plan if they transfer from another plan.
Premiums shall be shared on the same basis as continuing
employees. To maintain eligibility for these benefits, the temporary
employee must work an average of twenty (20) hours per month in
each quarter. Where work is unavailable in any quarter, the
quarter will be prorated to the time available. Once the employee
becomes ineligible, they must work the qualifying service again.

(2) Entitled to be paid statutory holidays pursuant to Article 21.01 and
school term employees pursuant to Article 21.02 of this agreement.
The amount of pay will be calculated pursuant to Article 21.03(c),
(d) and (e).

(3)  Shall be entitled to the sick leave provisions of Article 23.01 and
can use the sick leave accrual only when in an assignment either
appointed pursuant to Article 16.02 or call-in replacement pursuant
to Article 11.

(4) Vacation pay entitlement as per Article 22.01 and vacation pay
accrual per Article 1.03 (c) (2).
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(5)

(6)

(7)

(8)

© M

(2)

1.04 Volunteers

Temporary employees shall access vacancies pursuant to Article
15.05.

Temporary employees shall be entitled to Emergency leave as
defined in Article 24.08 and Compassionate leave as defined in
Article 24.02 and paid Jury Duty as defined in Article 24.03 when in
an assignment either appointed pursuant to Article 16.02 or call-in
replacement pursuant to Article 11.

Temporary employees shall accrue secondary seniority according
to Article 15.05.

A temporary employee who is awarded a continuing position shall
not lose any accrued benefits or accrued time towards benefits,
pursuant to Article 28.

A temporary employee who has completed one thousand, six
hundred and eighty (1,680) hours of service with the Board as a
clerical or school support worker employee or one thousand, nine
hundred and twenty (1,920) hours of service as a maintenance,
grounds, custodial, data services, bus driver, courier or district
technical assistant employee shall be paid in lieu of Municipal
Pension Plan six percent (6%) above the current rates of pay for the
temporary classification. This clause does not apply to employees
on an Apprentice Program or an employee who is in receipt of
Municipal Pension Plan pension payments. When a temporary
employee has had two (2) consecutive years of earnings reaching
the thirty five percent (35%) of YMPE they will be required to
contribute to the Municipal Pension Plan and no longer receive the
six percent (6%) above the current rate of pay.

Once the temporary employee is required to contribute to the
Municipal Pension Plan, vacation pay pursuant to Article 1.03 (b)(4)
will be accrued each pay. Vacation time not used will be paid
according to Article 22.01 (e).

(@) Volunteers shall be supplementary to the employees in the bargaining unit.

(b)  The Board will not replace current bargaining unit employees with
volunteers. The Board and the Union agree to maintain a positive
relationship with volunteers. It is agreed that any problems related to
District volunteers, whether individual or collective, will be referred to the
Labour Management Committee.
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(c) No CUPE member will be held liable or responsible for the improper action
of any volunteer other than reporting any such action to Administration.

(d) A volunteer is not an employee nor entitled to any preference over any
continuing or temporary CUPE employee with respect to any rights or
benefits resulting from the employment or the Collective Agreement
between the parties.

ARTICLE 2 - MANAGEMENT RIGHTS

2.01

Rights of Management

The management of the work force and of the methods of operation is
exclusively vested in the Board. The Board may alter from time to time written
rules and regulations to be observed by the employees; such rules and
regulations shall not be in contravention to the provisions of this Agreement. The
Board shall have the right to hire, assign, discipline, layoff, and discharge
employees for just and reasonable cause.

ARTICLE 3 - UNION RECOGNITION

3.01

3.02

Exclusive Bargaining Agent

The Employer agrees to recognize the Union as the sole and exclusive
bargaining agent for all employees covered by the Union's certification from the
Labour Relations Board of British Columbia.

Membership List
The parties agree that the employer shall release a complete membership list,

including addresses and phone numbers, to the union on request for any vote
governed by the Labour Relations Code.

ARTICLE 4 - NO DISCRIMINATION

4.01

No Discrimination

There will be no discrimination against any applicant to a position covered by this
agreement or against any member of the bargaining unit on the basis of race,
ancestry, colour, creed, age, mental or physical disability, sex or sexual
orientation, religious or political affiliation, national origin, marital status, family
status, or because he/she is participating in the activities of the Union, carrying
out duties as a representative of the Union, or involved in any procedure to
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interpret or enforce the provisions of the Collective Agreement.

4.02 (a)

Sexual Harassment

The Board and the Union recognize the right of employees to work in an
environment free from sexual harassment and agree to cooperate in
attempting to resolve, in a confidential manner, any complaints of sexual
harassment which may arise in the workplace.

(1)

(2)

Sexual harassment by either employees or employer
representatives shall be defined as:

(i)

(ii)

(iif)

Any comment, look, suggestion, physical contact, or real or
implied action of a sexual nature which creates an
uncomfortable working environment for the recipient, made
by a person who knows or ought to reasonably to know such
behaviour is unwelcome; or circulation or display of visual
material of a sexual nature that has the effect of creating an
uncomfortable working environment; or

An implied promise of reward for complying with a request of
a sexual nature; or

A sexual advance made by a person in authority over the
recipient that includes or implies a threat or an expressed or
implied denial of an opportunity which would otherwise be
granted or available and may include a reprisal or a threat of
reprisal made after a sexual advance is rejected.

The procedure for reporting complaints of sexual harassment shall
be as follows:

(i)

(ii)

(iif)

A complaint of sexual harassment may be filed verbally or in
writing with one of the following:

e An administrator, supervisor/manager; or
e The Director of Human Resources

Complaints of sexual harassment not resolved informally
within seven (7) working days under subsection (i) shall be
made to the Superintendent of Schools in writing.

Within seven (7) working days of the filing of the complaint,
the Superintendent of Schools shall report to the
complainant in writing of action taken.
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(iv) A complainant, if unsatisfied with action taken, may file a
grievance commencing at Article 12.02 (a), Step 3.

(b) Personal Harassment

1) Personal harassment by either employees or students shall be defined
as;

(i) Any improper behaviour that is directed at or offensive to any
person, is unwelcome, and which the person knows or ought
reasonably to know would be unwelcome; or

(i)  Objectionable conduct, comment, materials or display made
on either a one-time or continuous basis that demeans,
belittles, intimidates or humiliates another person; or

(i)  The exercise of power or authority in a manner which serves
no legitimate work purpose and which a person ought
reasonably to know is inappropriate; or

(iv)  Such misuses of power or authority as intimidation, threats,
coercion and blackmail.

(v)  Personal harassment excludes any reasonable
communication or action taken by a supervisor or employer
representative relating to the management and direction of
workers or the place of employment.

Every attempt should be made to resolve the situation by the two (2)
parties.

(2) The complaint of personal harassment shall immediately be filed
with the employee's supervisor and/or union shop steward. If the
shop steward decides to proceed to Article 12.02 (a), Step (1), the
shop steward shall inform the employee's supervisor.

(3) If the complaint is not resolved at Article 12.02 (a), Step (1) the
employee with or without a member of the Union shall report the
incident to one of the following:

e An administrator, supervisor/manager, or
e The Director of Human Resources

(c) Responsibility

No employee shall be subject to reprisal, threat of reprisal or discipline as
a result of filing a bona fide complaint of sexual or personal harassment. It
is recognized that false or malicious complaints may damage the
reputation of, or be unjust to, other employees and therefore the
complainant may be subject to disciplinary action.
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4.03

4.04

Employee/Supervisor Relations

When an employee feels the employment relationship with a supervisor is a
matter of serious concern, the concern should be brought forward in confidence
to the Union, who may recommend that it be brought to the Labour Management
Committee for resolution. The details of the issue will be presented in writing to
the Labour Management Committee.

Indemnification

Employees shall be covered by the Board's Indemnification Bylaw (see Appendix
“D”)-

ARTICLE 5 - UNION SECURITY

5.01

5.02

5.03

5.04

All Employees to be Members

(a) As a condition of continued employment with the Board all new employees
covered by the agreement shall become and remain a member of the
Union.

(b)  That all employees covered by the Union Certification shall pay an amount
equal to initiation fees, monthly dues and assessments as may be from
time to time determined by the Union in accordance with the Constitution
of the Canadian Union of Public Employees.

(¢) Terms and Conditions of employment of Youth and Family Counsellors
are contained in Letter of Understanding No. 5.

Acceptance of Employment

Acceptance of employment shall constitute acceptance of the terms and
conditions thereof.

New Employees

The Secretary-Treasurer will forward copies of correspondence to the Union
within seven (7) days of a Board Meeting, on continuing employees hired,
promoted, disciplined, discharged, laid off, recalled, transferred, resigned and
retired.

No Other Agreements

No employee will make a written or verbal agreement with the employer which
may conflict with the terms of this Collective Agreement.
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ARTICLE 6 - CHECKOFF OF UNION DUES

6.01 Deductions
Deductions shall be made from each paycheque and shall be forwarded to the
Secretary-Treasurer of the Union not later than the 15" day of the next

succeeding month, accompanied by a list of employees from whose wages the
deductions have been made.

ARTICLE 7 - BOARD AND UNION RESPONSIBILITIES TO NEW EMPLOYEES

7.01 New Employee Orientation

The Board shall provide all new employees with a copy of the current collective
agreement and any materials supplied by the Union. An employee orientation
session, for new employees, with representatives of School District No. 63
(Saanich) and CUPE Local 441 will be held each year at the joint professional
development day pursuant to Article 24.06 (b).

ARTICLE 8 - CORRESPONDENCE
8.01 Correspondence

All and any matters between the parties hereto arising out of this agreement or
incidental thereto shall pass to and from the Secretary (or designate) of the
Union and the Secretary-Treasurer (or designate) of the Board.

ARTICLE 9 - LABOUR-MANAGEMENT COOPERATION COMMITTEE
9.01 Labour Management Committee

A Labour-Management Committee shall be appointed and consist of not more
than four (4) representatives of the Board and not more than four (4)
representatives of the Union.

9.02 Function of Committee

The purpose of the Labour Management Committee is to promote the
cooperative resolution of workplace issues, to respond and adapt to changes in
the economy, to foster the development of work related skills and to promote
workplace productivity. All and any matters of mutual concern pertaining to
performance of work, operation problems, conditions of employment and
harmonious relations shall be referred to this committee for discussion and
recommendation.
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9.03 Meetings of Committee

Regularly scheduled labour management meetings shall take place five times per
year; the dates to be agreed upon by January 15" of each year. Either party may
also request that a special meeting be convened, in which case the Director of
Human Resources shall arrange a mutually agreeable date for such a meeting.

ARTICLE 10 - NEGOTIATIONS

10.01 Union Bargaining Committee

Time off with pay shall be granted to not more than four (4) representatives of the
Union when it becomes necessary to negotiate with the Board during working

hours.

ARTICLE 11 - CALL-IN PROCEDURES

11.01 Call-In Procedures

(@)

(b)

()

(d)

It is the employer’s responsibility to determine the need for a replacement
and to establish the procedures with their staff on the expectations for
replacement call-in. The employer will, when operationally feasible,
organize replacement from within the location/school prior to utilization of
central call-in.

The employer will establish the temporary replacement lists outlined in
Article 16.01 that will include the qualifications of the staff listed. These
lists will be posted on CUPE bulletin boards so staff are aware of the
information used for call-in.

The call-in system will be for short-term replacement. The employer will
endeavour to initially assign replacement staff with continuing or
secondary seniority to any longer-term assignment in order of seniority.
For replacement staff without secondary seniority, the call-in will be done
on an alphabetical rotational basis. Where the employer ought reasonably
to know the vacancy will extend over ninety (90) calendar days the
employer will post the vacancy pursuant to Article 16.01 (b).

The central call-in system will be used for the following leaves except as
described in numbers (e) and (f) below:

e Sick Leave
e WCB Leave
e Bereavement Leave
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Jury Duty

Emergency Leave

Leave for training/professional development
Medical Leave pursuant to Article 24.09
Vacation Leave

The call-in replacement will be assigned for the period of absence until the
return of the incumbent. When the call-in is filled by a person who is not
the most senior qualified replacement and the return of the incumbent is
extended and deemed to be a longer-term assignment (per (c) above), the
assignment will be re-evaluated to determine if a more senior replacement
should be assigned.

(e)  The school/location can call-in a suitable replacement from the list for the
following leaves:

e General Leave pursuant to Article 24.09
e Partial leave pursuant to Article 24.12
e Union leave pursuant to Article 24.01

(f) Leaves for partial day/shift when unknown in the previous day can be
called by the school/site from the replacement list for that day only. Any
subsequent days will be replaced through the central call-in.

(g) Central call-in will be managed as follows:
The Central Call-in position will call the following job classifications:

e Clerical Staff

o Data Services

e Support workers except for noon hour supervisors (Job 49) who will be
called by the school

(h)  Physical Plant will call the remaining job classifications of Maintenance,
Custodial, Grounds and Transportation following the procedures described
in this Article. The Central Call-in position will not call these
classifications.

For Custodial positions, after the provisions of Article 11.01 (a) have been
fulfilled, call-ins for known absences will be arranged so that the senior
available replacement employees are assigned to the longest known
assignments with the greatest number of hours in order of seniority. As
call-ins are continually shifting in an unpredictable manner, rearrangement
of assignments will be carried out on an as-required basis.
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)] It is expected that temporary employees on the Call-In list will be available
for dispatch work. Employees in the Clerical, School Support Worker and
Data Services classifications will be available to work and will answer
dispatch calls between 6:00 a.m. and 9:00 a.m. Custodians will be
available to answer their calls between 12:30 p.m. and 1:30 p.m.

G) Definition of Failure to Respond:

For the purpose of this Article, failure to respond to a call from Central
Call-In means both a verbal refusal to be dispatched from the employee
on the Call-In list, and failure to answer the phone call from Central Call-In
during the periods stated.

(k) For Employees without Secondary Seniority:

Eight (8) failures to respond to a call from Central Call-In during a twelve
(12) month period (July1st to June 30) will result in being removed from the
Call-In list resulting in termination of employment. These employees are
expected to be available for work.

The Employer will notify the employee in writing after six (6) failures to
respond that the employee only has two (2) more opportunities to fail to
respond during a twelve (12) month period (July 15t to June 30t") before
his/her name is removed from the Call-In list resulting in termination of
employment.

Temporary employees without secondary seniority may make themselves
unavailable for work for no more than a total of fifteen (15) working days
per year (July 15t to June 30t") by providing the employer with written
notice at least twenty-four (24) hours in advance of his/her unavailability
for circumstances other than emergencies.

()] For Employees with Secondary Seniority:

Pursuant to Article 15.05 (h) (3), if the employee fails to respond to eight
(8) calls from Call-In within a twelve (12) month period (July 15t to June
301, he/she will lose their secondary seniority. The Employer agrees to
notify the employee in writing once the employee fails to respond to six (6)
call-ins.

Employees with secondary seniority who want to schedule regular days of
unavailability must provide the employer with advance written notice of at
least twenty-four (24) hours of his/her unavailability for circumstances
other than emergencies. For extended periods of total unavailability, the
employee needs to provide the employer with written notice at least five
(5) working days prior to his/her unavailability and include a reason or

SCHOOL DISTRICT NO. 63 (SAANICH) AND CUPE LOCAL 441
2022 — 2025 Collective Agreement 12



description of the circumstances. Such periods of total unavailability shall
not exceed a total of sixty (60) working days per year (July 15t to
June 30t).

(m)  For the purposes of Article 15.05 (h)(3), when a replacement employee
has not informed the Board in advance in writing of a period of
unavailability and the employee is called for temporary replacement work,
then the following will not count as a failure to respond:

e Emergency leave, accessed no more than two (2) times per year of
one day in the event of iliness in the employee’s immediate family
which requires their presence at home or the event of an emergency;

e Jury duty where documentation is provided;

e Compassionate leave of up to three (3) days for bereavement caused
by the death of a mother, father, sister, brother, spouse, common-law
spouse, child, grandparent, grandchild, father-in-law, mother-in-law,
sister-in-law, brother-in-law, stepsister, stepbrother, stepmother,
stepfather, step grandparent and foster child;

e Sick leave of no more than one (1) day per month;

e Refusal due to a lack of a vehicle where one is required for the
assignment.

(n) If any call-in results in a busy signal, it will not count as a failure to
respond and the rotation will advance to the next qualified, available
temporary employee.

(0) The parties agree that the following procedure will be used for the call-in of
temporary work under Job 57 Facility Monitor. Job 57 work includes minor
clean-up of the facility including clean-up of small spills, emptying garbage,
and the set up and breakdown of the event. It will be determined at the
time of the Community Use contract if a Job 9 custodian is needed, and
call out for that work would be pursuant to the regular call out in Article
11.01. If the Job 9 work is determined to be four (4) hours or more, then a
Job 9 would be called out for the entire event.

(1) Job 57 temporary work will be filled under Article 11.01 (h) by
Physical Plant.

(2) The employer will inform staff (both continuing and call-in temporary),
through a memo each June and  November on the CUPE bulletin
boards, of the opportunity for temporary work as a Job 57. At these
opportunities, employees can request to be added to the call-in list
for Facility Monitor work.

(3) Employees can only do Job 57 temporary work when it does not
result in overtime pay for the time worked as a Job 57.
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(4) The temporary Job 57 work will be assigned by Community Use
contract.

(6) The employer will call in available staff on the list in seniority order
and will endeavour for longer term assignments to assign qualified
staff with continuing or secondary seniority, pursuant to Article 11.01

(c).
(6) As the employer does not wish to manage the unavailability of staff

on the list, any refusal for Job 57 temporary work will not count as
failure to respond pursuant to Article 15.05(h).

ARTICLE 12 - GRIEVANCE PROCEDURE

12.01 Definition

Where a difference arises between the parties relating to the dismissal or
discipline of an employee, or to the interpretation, application, operation or
alleged violation of this Agreement, including any question as to whether a matter
is arbitrable, either of the parties, without stoppage of work may, after exhausting
any grievance procedure established by this Agreement, notify the other party in
writing of its desire to submit the difference to arbitration and the parties shall
agree on a single arbitrator. The arbitrator shall hear and determine the
difference and shall issue a decision and the decision is final and binding upon
the parties and any person affected by it.

12.02 Grievance Procedure

(a) An earnest effort shall be made to settle grievances fairly and promptly.
Prior to the grievance being filed, employees and shop stewards are
encouraged to discuss the concern with the supervisor and attempt to
resolve the concerns at this level. If unsuccessful, the following steps shall
be followed:

Step 1 Within ten (10) working days of the employee or the union
becoming aware of the event which gave rise to the
grievance, a union representative may submit a written
statement of the particulars of the grievance including an
identification of the article(s) of agreement that are alleged to
have been violated and the redress sought to the Director of
Human Resources or designate. Within five (5) working
days following receipt of the written grievance, the parties
will meet to attempt to resolve the matter. If necessary, an
additional meeting with the shop steward, or the employee
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and shop steward, may be held during this step. Within five
(5) working days following the final Step 1 meeting the
Director of Human Resources or designate will provide a
written response that outlines either the proposed settlement
or the employer’s position at this Step.

Step 2 Within five (5) working days following receipt of the Step 1
response, if the union does not consider the grievance to be
satisfactorily resolved, it will request in writing that the
grievance be advanced to Step 2. A union representative
with or without the aggrieved employee will meet with the
Secretary-Treasurer or designate to seek a resolution. The
Secretary-Treasurer or designate will provide a written
response to the grievance within five (56) working days of this
meeting.

Step 3 Failing a satisfactory settlement within the time limits
indicated in Step 2, the Union may submit, within five (5)
working days, a written grievance to the Board's Human
Resources Committee. A meeting between the Union's
Grievance Committee and the Board's Human Resources
Committee shall be at a mutually agreeable time, but in any
event not later than ten (10) working days from the date the
written grievance was received by the Secretary-Treasurer
under Step 3. A written response shall be forwarded to the
Union's Grievance Committee within five (5) working days of
the meeting with the Human Resources Committee of the
Board.

Step 4 Failing a satisfactory settlement under Step 3, the Union
may, within seven (7) working days, submit the grievance to
a board of arbitration under the provisions of Article 13 of
this Agreement.

(b) Time limits may be extended by mutual agreement.

ARTICLE 13 - ARBITRATION

13.01 Arbitrator

If a request for arbitration is made, one (1) arbitrator mutually agreeable to both
parties will be appointed within ten (10) working days after the written request for
arbitration has been received.
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13.02 Failure to Appoint

In the event the two (2) parties are unable to agree upon the selection of an
arbitrator within forty-eight (48) hours of a meeting pursuant to Article 13.01
above, they shall request the Minister of Labour of the Province of B.C. to
appoint an arbitrator.

13.03 Arbitration Procedure

The arbitrator may determine his own procedure, but shall give full opportunity to
all parties to present evidence and make representation.

13.04 Decision of the Arbitrator
The decision of the arbitrator shall be final and binding on both parties.
13.05 Expenses of the Arbitrator

Each of the parties shall bear equally the expenses of the arbitrator.

ARTICLE 14 - DISCHARGE, SUSPENSION AND DISCIPLINE
14.01 Proper Cause

The Board shall not dismiss or discipline an employee bound by this Agreement
except for just and reasonable cause. The Board may suspend, transfer or
discharge an employee for just and reasonable cause.

14.02 Notice of Termination

Except in the case of dismissal for just and reasonable cause, the Board shall
give and expect a minimum of one (1) month notice when terminating the
services of a continuing employee.

14.03 Warnings
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